Introduction
Over the last decade, several theoretical and empirical studies have focused on job satisfaction, which is considered as "an essential condition to improve organizational functioning" (Dinis & Fronteira, 2015, p. 19) . The concept of job satisfaction is of paramount importance because it is directly or indirectly associated with personal achievement and, consequently, with corporate productivity. Hence, "it is important to assess not only the clients' needs, but also the workers' level of satisfaction and participation, making them feel satisfied in the development of their activities" (João, Alves, Silva, Diogo, & Ferreira, 2017, p. 118) . Job satisfaction is a construct that seeks to respond to an emotional state or an attitude towards work and workplace experiences. "It is an important indicator of organizational climate and a crucial aspect in the assessment of the quality of organizations" (João et al., 2017, p. 117) . It can be seen as an important tool for human resource management, contributing to improve both the worker's and the organization's performance, which impacts the quality of professional life (Cañón Buitrago, & Galeano Martínez, 2011) . Nurses' job satisfaction has become highly relevant in this economically troubled era. Due to the economic crisis, nurses have been facing several professional changes/limitations for the past 10 years, namely the freeze on automatic career progression and remuneration positioning. In addition, the current professional career does not distinguish between levels of training, which creates inequalities among nurses. This situation is further aggravated by the population's aging and level of poverty, particularly in deserted interior regions. In view of the above, the following questions are necessary and relevant: What is the level of job satisfaction of nurses working in hospitals of the Northeast Local Health Unit (UL-SNE, Unidade Local de Saúde do Nordeste) in Portugal? Therefore, this study aimed to assess the job satisfaction of nurses working in hospitals of the ULSNE in Portugal, as well as to identify its sociodemographic and professional determinants.
Background
According to the Basic Law on Health Care, health professionals' job satisfaction is one of the four criteria for periodic assessment of the National Health Service, along with users' satisfaction, quality of care, and cost-effective use of resources (Lei n.º 27/2002, de 8 de novembro). Several agencies have been discussing the topic of job satisfaction assessment, namely the Portuguese Order of Nurses whose research priority is the development of "studies about innovative strategies for management/leadership and work organization that promote and facilitate the quality of care in professional settings" (Ordem dos Enfermeiros [OE], 2006, p. 4) . The International Council of Nurses issued an opinion on the priority areas of nursing research and highlighted the need for health organizations to encourage research on nurses' job satisfaction (Conselho Internacional de Enfermeiros, 2007) . In addition, the World Health Organization recommends the assessment of the quality of life of the following groups: "chronic patients, patients' relatives and support carers, people in extreme situations, people with communication difficulties, and children" (Frade, 2010, p. 9) . Nursing professionals may be considered as support persons to these groups, and the work-related physical, emotional, and mental specificities may compromise their quality of life. According to Martinho (2015, p. 26) , job satisfaction is "a very complex phenomenon, a concept related to an emotional state or an attitude towards work and the experiences in a given professional setting". The assessment of nurses' job satisfaction is based on multiple dimensions "that influence their development: on the one hand, the factors intrinsic to the individual and, on the other, the influence of the organization and the current social and political context" (Valente, 2013, p. 73) . Simultaneously, the strategic axis for quali-ty in health of the National Health Plan for (Direção-Geral da Saúde, 2013 ), reads that institutions should "establish quality policies at the institutional level to ensure the quality of care and the safety of patients/users and professionals . . . and monitor citizens and professionals' satisfaction". Martinho (2015) analyzed the association between nurses' job satisfaction and the variables of gender, marital status, professional experience, type of care provided, type of schedule, employment contract, and workplace. The author found higher levels of job satisfaction among female nurses, nurses who were married, had less professional experience, provided specialized care, had fixed work schedules, were permanent staff, and worked in the private sector. Moura, Brás, Anes, and Ferreira (2016) also analyzed the influence of sociodemographic and professional variables on job satisfaction and found higher levels of satisfaction among male nurses, older nurses, nurses who were married and had children, and specialist nurses.
Research hypotheses
H1 -Nurses' job satisfaction is correlated with sociodemographic variables; H2 -Nurses' job satisfaction is correlated with professional variables.
Methodology
The study was conducted in the district of Bragança, located in the northeast region of Portugal. The district has a total area of 6,608 km², and a population of around 136 million inhabitants who are covered by the ULSNE. The ULSNE encompasses three hospitals and 14 health care centers. The birth rate in this region is well below the national average and the aging index is almost twice the national average. Thus, the region's health services pay special attention to age-related diseases and morbidities such as diabetes, cholesterol, and hypertension (Unidade Local de Saúde do Nordeste, 2016). Taking into account the above-mentioned research objective and hypotheses, a descriptive, analytical, exploratory study was conducted with a quantitative approach. The population consisted of all nurses (208) who worked at the inpatient wards of the three ULSNE hospital units. The current nursing career foresees only two categories: Nurse and Principal Nurse. However, taking into account the transition from the former career scheme, the previous categories will be used in this study (nurse, graduate nurse, specialist nurse, head nurse, supervisor nurse, regional technical nursing advisor, and technical nursing advisor (Decreto-lei 437/91, de 8 de novembro). The data collection tool is divided into two parts. The first part refers to sociodemographic and professional data: gender, age, marital status, academic degree, professional qualifications, professional category, length of service, hospital unit (designated as A, B, C), ward, type of schedule, contractual arrangements, and remuneration. In this study, the sociodemographic and professional variables are independent variables and nurses' professional situation is the dependent variable. The second part includes the Work Satisfaction Evaluation Scale for Nurses (EAST-Enf, Escala de Avaliação da Satisfação no Trabalho para Enfermeiros; Ferreira & Loureiro, 2012) , which is composed of 25 items rated on a Likert-type scale from 1 (totally disagree) 5 (totally agree). This scale measures six dimensions: Satisfaction in the relationship with the supervisor (Satisfação no relacionamento com o chefe, SRC); Satisfaction with the benefits and rewards (Satisfação com os benefícios e recompensas, SBR); Satisfaction with the promotion (Satisfação com a promoção, SP); Satisfaction with the work context (Satisfação com o contexto de trabalho, SCT); Satisfaction with the communication (Satisfação com a comunicação, SC); Satisfaction in the relationship with the team (Satisfação no relacionamento com a equipa, SRE). The score for each dimension is calculated based on the sum of all items in each subscale. Overall, the scale total score ranges from 25 to 125 points, where a higher total score means a greater level of satisfaction. All ethical and legal procedures were met. Authorization was obtained from the authors to use the EAST-Enf. Data collection was authorized by the Board of Directors of ULSNE
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and received a favorable opinion of its Ethics Committee. Meetings with nurses were held at the wards to clarify the goals, purposes, and relevance of the study. The scale was delivered in paper format and in person. Participants were informed of the voluntary nature of their participation and asked to sign an informed consent form. They were also explained that they could withdraw from the study at any time. Anonymity, data confidentiality, and autonomy were ensured. Of the 208 nurses who composed the population, 125 nurses participated in the study. The remaining nurses were away on vacation, on sick leave, or refused to participate in the study. One data collection tool was eliminated for not being duly filled in. Thus, the final sample was composed of 124 nurses. Data were collected between October 1 and December 31, 2015. Data were statistically analyzed using the IBM SPSS Statistics V22.0 for Windows. Inferential analysis was performed using parametric and non-parametric tests. A p-value < 0.05 indicated statistical significance.
Results
Sociodemographic and professional characteristics A total of 124 nurses participated in the study, most of whom (82.3%) were women. Participants were aged between 23 and 57 years, with a mean age of 41.7 years. Most of them were married or cohabiting (74.8%). With regard to professional qualifications, 46% had a Bachelor's degree, 31.5% had a Specialization degree, and 9.7% had a Master's degree. In terms of professional category, 41.13% were nurses, 40.32% were graduate nurses, 16.94% were specialist nurses, and 1.61% were head nurses. Participants had 1 to 34 years of service, with a mean length of service of 17.1 years. Most respondents worked in hospital unit A (58.1%), followed by hospital unit B (22.6%), and hospital unit C (19.4%). Most of them worked in an orthopedic ward (11.3%), followed by surgery men (10.5%), medicine (10.5%), surgery (9.7%), specialties (8.9%), surgery women (8.1%), and stroke (8.1%). Urology (4.8%) was the ward with the lower number of participating nurses. Most respondents worked in shifts (82.3%) and had a public service employment contract (59.7%). As for their remuneration, 46.8% earned between 1000 and 1200 Euros per month, and 34.7% between 1200 and 1400 Euros per month. Table 1 shows the theoretical and observed values. The analysis of the weighted mean scores obtained in this study shows that that the surveyed nurses are very satisfied in the SRC and SRE dimensions (scores greater than 4), as well as in the SCT dimension (mean score of 3.97). Nurses are less satisfied in the SBR and SP dimensions. They were neutral in the SC (3.15) dimension and in the scale's total score (2.97). Both the total scale and each individual dimension show a low dispersion since all coefficients of variation are below 30% (Table 1) . Cronbach's alpha values were calculated to assess the internal consistency of each dimension. Table 2 shows the Cronbach's alpha values obtained in the original study (Ferreira & Loureiro, 2012) by the authors of the scale and in this study. The SBR and SC dimensions obtained values below 0.6, which shows a very weak and unacceptable consistency. The SBR and SC dimensions also showed unacceptable values, which were lower those found in the original study (0.49 and 0.50, respectively).
Nurses' satisfaction -EAST-Enf
In the SCT and SP dimensions, values ranged between 0.62 and 0.68, which indicates a low internal consistency, which is also slightly lower than the obtained in the original study (0.68 and 0.72 respectively). The SRC and SRE dimensions showed a good internal consistency, with alpha values of 0.82 and 0.85, respectively, which are slightly higher than those found in the original study. Nurses' satisfaction -EAST-Enf: sociodemographic variables In relation to the gender variable, male nurses reported higher job satisfaction scores, but with no statistical significance. In relation to the age variable, statistically significant differences were found in the total scale and, specifically, in the SBR and SRE dimensions. Both younger nurses (aged under 30 years) and nurses older than 49 years reported higher job satisfaction scores (Table 3) . With regard to marital status, no statistically significant differences were found; however, single and widowed nurses reported higher satisfaction scores. With regard to the academic degree variable, a comparison was made between nurses with bachelor's degree and those with a master's degree. The p-values obtained every dimension were higher than 5%, indicating no differences between both groups. The analysis of the total scale shows significant differences between both groups since the obtained p-value is lower than 5%. This result shows that the level of satisfaction is different in both groups, with nurses with a lower academic degree reporting higher job satisfaction scores (Table 4) . 
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Nurses' satisfaction -EAST-Enf: professional variables
The analysis of the association between satisfaction and professional qualifications showed higher scores among specialist and postgraduate nurses; however, these differences were not significant both in relation to each dimension and the total scale, since the p-values were higher than 5%. In relation to the professional category, specialist and head nurses showed higher levels of satisfaction, both in each dimension and total scale. The obtained p-values were higher than 5%, which shows no statistically significant differences between nurses from different categories. Table 5 shows the results of the analysis of the association between professional satisfaction and length of service. Statistically significant differences were found in the SRC and SP dimensions and in the total scale, with p-values below 5%. Nurses with less years of service reported higher levels of job satisfaction (Table 5) . With regard to the hospital unit variable, institutions were coded as A, B, and C to protect their rights. Statistically significant differences were found only in the SER dimension, in which the mean scores show higher levels of job satisfaction among nurses who worked in the hospital units A and C (Table 6) . Note.* Significant at 5%. a Kruskal-Wallis Test. Table 7 shows the results of the comparison between the wards where nurses worked. Statistically significant differences were found in the SRC and SP dimensions, although the latter shows what is considered a borderline significance. Nurses who worked in the stroke and medicine wards reported higher levels of job satisfaction. With regard to the type of schedule, shift workers reported higher levels of satisfaction, but since all p-values were greater than 5%, no significant differences were found between nurses. With regard to the type of employment contract, although nurses with individual employment contracts reported higher scores, the difference was not significant. Table 8 shows the results of the comparison made according to the nurses' remuneration. Statistically significant differences were found in the STC and SRE dimensions. In both cases, nurses with lower salaries (less than €1,000) reported higher levels of job satisfaction. 
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Discussion
The sample is mostly composed of women (82.3%). According to the literature, nursing is still a predominantly female profession, which is in line with the historical background of the nursing profession. According to OE statistics (2016), on 31 December 2016, 57,164 of the 69,682 effective and active members were women. Higher job satisfaction scores were found in men, but with no statistical significance. However, Maia (2012) and Moura et al. (2016) found statistically significant gender differences, with men reporting higher levels of job satisfaction. In relation to the age variable, statistically significant differences were found between age groups in the total scale, and specifically in the SBR and SRE dimensions. Nurses aged under 30 and over 49 years showed higher job satisfaction levels. Maia (2012) found statistically significant age differences, with older nurses showing higher levels of job satisfaction. The highest levels of job satisfaction found among younger nurses in this study may be explained by the fact that they are pleased for having found a job in the current Portuguese context. No correlation was found between job satisfaction and marital status, which is in line with the results obtained by Maia (2012) , Matos (2012) , Valente (2013), and Fonseca (2014) . Statistically significant differences were found in the total scale in relation to the academic degree variable. Nurses with a lower academic degree showed higher levels of job satisfaction; in other words, graduate nurses are more satisfied than nurses with a master's degree. Maia (2012) found statistically significant differences only in the SRC dimension. Martinho (2015) found statistically significant differences in the SCT and SRE dimensions, in which graduate nurses are also significantly more satisfied than nurses with a master's degree. This may be due to the lack of recognition of their academic work. Specialist and postgraduate nurses reported higher levels of job satisfaction, but with no statistical significance in relation to both the dimensions and the total scale. Moura et al. (2016) also found higher job satisfaction levels among specialist nurses, but with statistical significance.
No statistically significant differences were found between job satisfaction and professional category. However, higher scores were found among specialist and head nurses. Maia (2012) found statistically significant differences in the total scale and SP and SC dimensions. Moura et al. (2016) also found higher job satisfaction scores among specialist nurses, thus corroborating these results. With regard to professional satisfaction and length of service, nurses with less than 10 years of service showed higher job satisfaction levels. Ferreira (2011) and Valente (2013) corroborate these results. On the other hand, Moura et al. (2016) report that the higher the length of service, the higher the nurses' job satisfaction levels. With regard to the hospital unit where nurses worked, statistically significant differences were found only in the SRE dimension. The mean scores show that nurses from hospital units A and C have higher job satisfaction levels.
With regard to the ward where nurses worked, statistically significant differences were found in the SRC and SP dimensions, although the latter shows a borderline significance. Nurses working in the stroke and medicine wards report higher job satisfaction levels. No significant differences were found in the job satisfaction levels of nurses with a fixed work schedule or rotating shifts. Maia (2012) found significant differences in the SP and SC dimensions and in the total scale. Martinho (2015) found significant differences in the SRC, SCT, and SC dimensions as well as that nurses with a fixed schedule showed higher job satisfaction levels. With regard to the employment contract, nurses with an individual employment contract reported higher job satisfaction levels, although with no statistical significance. Valente (2013) also found that nurses who had an individual permanent employment contract showed higher job satisfaction levels. Nurses with a remuneration of less than 1,000 Euros reported higher levels of job satisfaction. The differences are significant in the SCT and SRE dimensions. On the opposite, according to Palha (2013) , nurses with higher CARINA ALEXANDRA SALVADOR FERREIRA et al.
remuneration showed higher job satisfaction levels. These results may be related to the current national context, because nurses with lower salaries are younger, have fewer years of service, and are probably pleased for having an employment contract given the current professional difficulties in this area in Portugal. This study had some limitations resulting from the lack of research carried out on this topic and using this scale in Portugal, namely in terms of literature review and the subsequent discussion of results. Despite these limitations, this study may contribute to a better understanding of the assessment of nurses' job satisfaction.
Conclusion
Every health organization should measure its professionals' job satisfaction levels because it is a key aspect to assess their performance, as well as the quality of the institutions and care delivery.
The obtained results demonstrate that nurses' job satisfaction is associated with demographic (age and academic degree) and professional factors (length of service, hospital unit, ward, and remuneration). The assessment of this indicator is of the utmost importance for management and decision-making, given the direct association between job satisfaction and quality of care delivery. Longitudinal studies should be developed to systematically monitor nurses' job satisfaction levels throughout their professional career, seeking to identify the factors and variables that promote and influence these professionals' satisfaction. Future studies should focus on other variables, internal or external to nurses' performance, with a view to eliminating weaknesses and increasing job satisfaction levels.
